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Abstract 
Purpose  of  Study: In today's digital era, every individual is claimed must be able to create and innovate in order to be 
able to thrive in the future so that the resilience of the company will be strengthened. Currently  higher education 
institution is in need of change in order to maintain the survival and development within the competitive world. 
Organizational citizenship behavior, is a role that exceed the basic obligations undertaken by an employee. This research 
aims to reveal the influence of transformational leadership, organizational climate, work motivation, and job satisfaction 
towards Organizational citizenship behavior. 
Methodology: Data was retrieved via survey method using questionnairesmethod of data collection. The population of 
the present srudy is thelecturers of Pembangunan Nasional "Veteran" University of East Java. Purposive sampling method 
has been used, with approximately 187 lecturers already working for more than 5 years. Hypothesis testing are conducted 
using Partial Least Square analysis (PLS). 
Main Findings:The results exhibited thattwo hypotheses were accepted and two other hypotheses were rejected. 
Organizational climate and job satisfaction have an influence on Organizational citizenship behavior,  while 
transformational leadership and work motivation have no effect toward Organizational citizenship behavior. 
Implications/ Applications: The results provide a guidance for the reasons for success and failure of OCB. The success 
of OCB is characterized by an organizational climate that is able to improve performance and provide job satisfaction. 
Whereas the failure of OCB implementation was caused by transformational leadership who were unable to change 
behavior and motivated lecturers to voluntarily help friends in doing their jobs.Based on the findings, it is suitable to 
emphasise the need for improving workplace climate as well as job satisfaction. Employers that would like to retain 
talented academics in their academic institutions should not be concerned about leadership quality and work motivation 
which has no impact on the citizenship behaviour. The insights are particularly useful in the case of Indonesia trying to 
develop its national education system to be on par with more developed economies and produce graduates who are 
employable on a global scale.  
Keywords: Organizational citizenship behavior, organizational climate, transformational leadership, work motivation, 
job satisfaction, Higher education 
INTRODUCTION 
OCB is a voluntary behavior committed by employees of the company not for the benefit of individual profit, without 
further consideration. In a university, OCB is indispensable because it is the resources to build employee loyalty. To form  
OCB in an organization is definitely not easy, it takes the commitment of every employee in the organization. The same 
goes in higher education institution, to form OCB it is imperative to have the commitment from all the professors and 
employees. Moreover, currently, there are shifting in the environmental conditions which demand the use of high 
technology. Human resources must be able to adaptand keep up with the changing times. Leaders and professors will also 
have to alter their behavior. For an education institution to survive in the digital era, it surely must leave traditional 
management to merge into the values of the present and the future. A quick change replacing the old ways and old ideas 
with new ways and becoming different from the others.For that reason, even the form of leadership has also shifted into a 
transformational leadership.  
Transformational leadership is capable of performing the change management in the organization. Surely a more effective 
management of change. As said Hao and Yazdanifar (2015) which explains that effective leaders are leaders who are 
capable of bringing about positive changes in its organisation by carrying out development and innovation in today's 
business environment. It is a fact that change sometimes get resistance from the subordinates.  
Yılmaz and Kılıçoğlu (2013)argues that some of the reasons of the public resistance to the changes in the education 
organization are including the fulfillment of needs, selective perception, habits, discomfort or loss of freedom, economic 
implications, past time security, the fear of the unknown, threats to power or influence, knowledge and skills, 
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organizational structure and limited resources. The explanation above indicates the existence of benefits and challenges in 
relation to changes. Transformational leadership should be able to move the subordinates to support changes by 
minimizing the conflicts that occur in an individual or organization. Explicit reflection on leadership style and its impact 
on the dynamics of interaction will help managers develop a wider view of the implementation of the changes and 
possible resistance to the part of the employees, so that create new options for action (Pieterse et al., 2012; Al-Fadley et 
al., 2018; Ghanney, 2018; Masciantonio and Berger, 2018).  
The leader also must create a conducive climate to avoid the negative effects of the changes. Moghimi et.al (2013). 
Defining organizational climate is a collection of properties that can be measured from the perceived work environment of 
employees directly or indirectly affecting and motivate them into behaving. Changes should be directed at the 
achievement of improved performance or employee productivity. The achievement of higher productivity will generate a 
pleasant work environment condition, so that a new environment will also be able to improve the company's 
achievements. 
In addition to the organizational climate, motivation is also a factor affecting the formation of OCB. Moran et al. 
(2012) motivation is a number of processes that affect the stimulus, direction, and maintenance of behavior that are 
relevant to the work setting. Motivation directs employees to establish relations of cooperation and encourage the 
formation of a pleasant work environment. Baah and Amoako (2011) illustrate that motivation factors (the nature of the 
work, a sense of accomplishment from their work, recognition, responsibility given to them, and opportunities for growth 
and personal advancement) helps employees to find their value with respect to the value that is given to them by the 
organization. Leaders provide motivation to employees by providing employment facilities as needed to describe the job 
satisfaction. 
Job satisfaction is a condition in which the employee met his or her needs. Sell and Bryan (2011) developed a model 
of job satisfaction by integrating the economic variables and the variables of work environment to study the reactions of 
employees in a work environment that is resistant and not by making use of monetary value. This means that job 
satisfaction can also be reached by giving benefits to employees. By providing job satisfaction to employees then 
employees will be more motivated to build the behavior of OCB, and so did the opposite. OCB is also very helpful to 
university that wishes to maintain its existence. It would be very difficult in the digital age,which requires a creative, 
innovative and flexible human resource behavior if not supported by OCB, and most cases occur in the 
organization(Jayakumar, 2016; Vahdany and Gerivani, 2016; Wijayanto and Sumarwan, 2016; Owagbemi, 2018).   
As an example, a pre survey results of the research displayedin Pembangunan Nasional “Veteran” University of East 
Java indicates a initial picture of low OCB level in the faculty level. This is seen through a number of the following: the 
least amount of research published in scientific periodicals accredited journal, independent research without funds from 
the University was also low, there was no dissemination of knowledge to colleagues obtained by seminar participants , 
workshops, or training outside the campus, and the professors who have accustomed to research tends to form teams with 
the same people inline, so they who are rarely researching will be left behind. Furthermore, there was no behavior of 
sharing the latest information on the change of the academic world or the advancement of science,whereas the 
performance of the University will depend on the performance of each of the lecturers which are  embodied in tridharma 
of university. All of these  will result in a decreased peformance if they are not resolved properly. Thus,this research aims 
to reveal the factors influencing OCB using variables oforganizational climate, transformational leadership, work 
motivation and job satisfaction. 
LITERATURE REVIEW  
Transformational Leadership 
Hao and Yazdanifar (2015) effective Leadership is essential in managing change. The change itselfcan be used for 
survival in today's business environment. However, changes are usually difficult to be accepted for various reasons. 
Therefore leadership can be a motivation and encourage people to make changes. Skills of a leader willassist to gain the 
trust of subordinates. Creativity and innovative ideas will emerge when leaders are capable of motivating subordinates to 
communicate with other parties. Suresh et al. (2012)said to be an effective leader, the leader must be able to influence his 
colleagues in a positive way to achieve the goals of the organization. There are three kinds of leadership approaches, 
namely: 1) Transactional Leadership: focus on the exchange of value between leaders and subordinates; 2) 
Transformational Leadership: the process of creating relationships and enhance motivation and morality both leader and 
his subordinates. Leaders give attention to the needs of the subordinates and try to help subordinates to achieve their 
potential; 3) Pseudo Transformational Leadership: is focusing on the interests of the leader rather than the interests of 
subordinates. 
It is clearfrom the above explanationthat transformational leadership approach can be a means for leaders to become 
exceptional leaders. Therefore, this research focused on transformational leadership, which refers to the process by which 
an individual was involved with someone else and create a relationship that increases the level of motivation and morality 
which is good for followers or the leader itself. Mehari (2015)describes transformational leadership is comprised of  four 
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behavioral dimensions, namely: 1) Charisma.; 2 Inspiring Motivation; 3) Intellectual Stimulation.; 4) Individual attention. 
Leaders focus on employees to develop  their personal potential. Nan et al. (2014) stated. Transformational Leadership 
focuses on the growth and development of subordinates, arguesQureshi et al. (2015). In addition, this study implies that 
managers or leaders should try to motivate subordinates to demonstrate the behavior of OCB, as leadership plays an 
important role in the Organization (Yasir et al., 2016; Yasir and Mohamad, 2016). Transformational leadership has a 
positive relationship with the Organizational Citizenship Behavior since a successful leadership can provide motivation, 
upliftingthe Organization, and spark an increase in OCB (Sun and Henderson, 2016). Based on the above explanation it 
can be hypothesized that transformational leadership has an effect on OCB.  
 
Organizational Climate 
Whereas, Gholami et al. (2015) explained that the organizational climate refers to the perception of members of 
organizations such as decision-making, leadership, and work norms including opportunities for advancement of the 
company and partnership. Schneider et al. (2013). Collections and patterns of the environment that determines the 
appearance of motivation as well as focus on the perceptions of a make sense-perception or able to be assessed, so that it 
has a direct influence on performance of members of the organization. Sokol et al. (2015) clarified that the climate of the 
organization could be a modifier that may increase or decrease the performance of the organization. The climate 
oforganization varies, determined by the organizational process. Defining organizational climate as a collection of 
properties that can be measured from the perceived work environment of employees directly or indirectly affecting and 
motivating them into behaving. The appropriate organizational climate will bring innovation and inspiration to the 
Organization and brings a positive impact in achieving the objectives of the organization. Ahmadizadeh et al. (2014) said 
that a more positive organizational climate will lead to a harmonious relationships between employees so that they can 
improve the behavior of OCB, and automatically efficiency, effectiveness of the organization. Hajirasouliha et al. (2014) 
and Pourkiani et al. (2014) conducted a study of the influence of the climate of the organization towards OCB and both 
assert there is a statistically signigficant relationship.  
Work Motivation 
Moran et al. (2012) motivation has been defined as the sum of the processes that affect the stimulus, direction, and 
maintenance of behavior that are relevant to the work setting. Paul et al. (2017) motivation of employees have a strong 
influence on the effectiveness of the organization. Motivation is a series of courses that are related to the power that can 
increase performance and provide direction to achieve some of the targets. Herzberg states that to measure the motivation 
of working there are several indicators, namely: 1) relationship with colleagues and superiors; 2) work environment; 3) 
chance of improving knowledge and skills; 4) the granting of allowances. Company/organization has provided a decent 
allowance for officers. Makvandi et al. (2017) in this research stated that the work motivation  towards OCB showed a 
direct positive relationship. When the work motivation increases, OCB will go along as well.  Based on the study of the 
theory above,it can be hypothesized that work motivation has effect on OCB. 
JobSatisfaction 
Anitha (2013) States an employee's performance is a measurement tool or marker of the monetary results or other results 
which have a relationship that is not inevitable towards the performance and achievements of the organization. Shuck et 
al. (2011) adds that the employee's performance can be measured with regular upgrades and training. Nur et al. (2015) job 
satisfaction of the employees is important to be studied because it is measured as the main issues in the improvement of 
the performance and competitiveness of organizations. An employee who has demonstrated his top job satisfaction tend 
not to conduct absence and turnover. Jalagat (2016). Jaksic and Jaksic (2013) revealed that employee satisfaction is one of 
the success key  factor of the organization and as a basic purpose set by the company for social responsibility. In addition 
to the satisfaction of employees, organizations tend to maintain customer satisfaction, client satisfaction, satisfaction of 
suppliers as well as other stakeholders satisfaction. Employee satisfaction is one of the main goals of the company and 
management. According to Halder and Chandra (2012); Dumbu (2014); Pan (2014); Esia-Donkoh et al. (2015); Verma et 
al. (2018); (Kweka and Ndibalema, 2018) explains that job satisfaction is the difference between what people expect from 
their work and what they feel in reality. However, Dalluay et al. (2016) stated that job satisfaction indicators have a 
significant positive impact, namely the level of self-reliance in the workplace, salary level, the scope of learning new 
skills, opportunities of promotion, leave work, and the total number of hours and employee relationship with the Trustees. 
Just as  Prasetio et al. (2017) concluded that job satisfaction has a positive and significant influence towards OCB. 
Organizations desire to develop their employees behavior of OCB, should focus on human resources policies that are  
inline with increased job satisfaction and organizational commitment. Employees who are more satisfied will more likely 
to be committed on OCB. Based on the above explanation, it can be hypothesized that job satisfaction has positive impact 
towards OCB. 
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Organizational Citizenship Behavior (OCB) 
Ciztizenship Organizational Behavior or OCB according to Demerouti et al. (2015) divides OCB in 5 dimensions of 
behavior type, namely: 1. Altruism (prioritizing others): A discretion behavior of employeeto help other people with 
specific problems relevant to the organization. 2. Conscientiousness (prudence): Behavior of employees that exceed the 
minimum requirements of the role in the Organization for example in attendance, conformity to the rules and regulations, 
discipline in taking a breakand others. 3. Sportsmanship (positive attitude): the willingness of employees to tolerate a less 
than ideal circumstances without complaining.  4. Courtesy (honor): behaviorof employees which is aimed at avoiding 
problems with others, related to the job. 5. Civic Virtue (virtue members): behavior that indicates a responsibility to 
participate or engage in or thought about the life of the company. 
Podsakoff et al. (2014) stated that Organizational Citizenship Behavior is recognized as an important measure of 
organizational behavior and is considered important in the domain associated with the performance of the employee. 
Ibukunoluwa et al. (2015) in his research  mentioned some benefits of OCB, includes:  increases the productivity of co-
workers, increase the productivity of the manager, saves the resources owned by the management and the organization as 
a whole, improve the ability of the organization to attract and retain the best employees. 
 
METHODOLOGY 
Population and Sample Size 
Population in this research is  lecturers380in the undergraduate programof Pembangunan Nasional "Veteran" University 
of East Java, Indonesia in all faculties. Sampleof the research are as much as 187 lecturers, who has worked for more than 
5 years.The techniques of sampling used in this studyis purposive sampling method. While the duration of 5 years is 
intended to illustrate the organizational climate and transformational leadership. 
 
Data Instrument and Data Analysis Technique 
The data collected by means of surveys and questioneairres as a tool to explore information from the respondents. As for 
the measurement, the commonly-used guidelines on applying PLS (e.g., (Gefen et al., 2011; Peng and Lai, 2012; Hair et 
al., 2014; Zainal Ariffin, Johari and Ibrahim,2018)) typically suggest that the measurement model can be evaluated by 
comparing the composite reliability (CR) and average variance extracted (AVE) indices against certain rule-of-thumb cut 
offs. Hypothesis Testing in this study is using Partial Least Square (PLS) analysis.T test in this research use to determine 
if hypothesis was accepted or not (Hair, et al., 2014).(explanation of t-test in detail is also reuired) 
 
RESULTS AND DISCUSSION 
The Result of the research is shown in the following the table 1: 
 
Table 1:  Path Coefficients of Organizational Climate and Organizational Citizenship Behavior  
 
Source: Data Processed  
Organizational Climate (X 1) effect on Organizational Citizenship Behavior (Y) 
The test results exhibite that the value of the t-statistic of organizational climate (X 1) towards the Organizational 
Citizenship Behavior (Y) is 3.773. It indicates that the value of the T-statistic > 1.96 and the p value is 0.000 which is < 
0.05. This  means that the climate of the organization (X 1) has a direct effect towards the Organizational Citizenship 
Behavior (Y). This result is inline with the result of the research ofGholami et al. (2015) which explains that the climate 
of the organization refers to the perception of members of organizations such as decision-making, leadership, and work 
norms including opportunities for advancement of the company and the partnership. It conveys that the organization 
climate including decision making, leadership and the rules for advancement to pursue higher education. There was a 
significant influence between organization  climatewith the Organizational Citizenship Behavior. This is due to such 
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activity as andwhen the director and managers perform socialization and improvement in the aspects of interaction and 
communication to and between employees, improve the working climate and respect between employees, employee 
participation in decision-making, the moral and financial rewards to employees, strengthen career and professionalism 
interdependence in their work. Gheisari et al. (2014) in her research informed that when the climate of the organization 
has been mobilized well by all levels of management, it will positively impact the Organizational Citizenship Behavior. 
Transformational Leadership (X2) and Organizational Citizenship Behavior (Y) 
On the results of the test listed in the table above,it is clear that the value of the t-statistic Transformational Leadership 
(X2) towards Organizational Citizenship Behavior (Y) is 0.002. The result of this test indicates that the value of the t-
statistic < 1.96 and the p value 0.998 where it is > 0.05. It can be interpreted that Transformational Leadership (X 2) has 
no direct effect towards Organizational Citizenship Behavior (Y). The result showed that first, the leader cannot afford to 
embrace employees to become better in performing the task. This describes thata leader must also have a charisma that is 
able to hypnotize his subordinates to follow his way, if not then OCB would be unable to perform. According to the 
opinionwhich explains that charisma is a combination of personal charm and appeal that contribute to an uncanny ability 
to make other people supporting the vision and also promote it eagerly. Secondly, the leaders were not able to invite 
employees to anticipate changes in the working environment.  This shows that the leaders were not in capacity to provide 
the motivation and inspiration to his subordinates. It can be seen when a leader applies a high standard, then the leader 
should also be able to encourage subordinates to achieve it. In accordance with the opinion of Jiang et al. (2017) which 
explains that transformational leadership has a positive affect towards OCB, unless the leader is not able to give a 
inspirational motivation to his subordinates individually as well as the team. Ogola et al. (2017) describes 
transformational leaders must have the intellectual stimulation, by characterizing the degree to which a leader can push his 
subordinates to innovate.  The leader must also have individual attention means that leaders must be able to meet the 
needs of his subordinates, for example, acted as a mentor or coach, providing empathy and support, make an open 
communication and provide a challenge to his subordinates (Northouse, 2016). 
WorkMotivation (X3) Influence on Organizational Citizenship Behavior (Y) 
The test results listed in the table above displayed the value of the t-statistic of Work Motivation (X3) towards the 
Organizational Citizenship Behavior (Y) is 0.792. The results of these tests pinpoints that the value of the t-statistic < 1.96 
and the p value is 0.429 in which it is> 0.05. It is bold that Work Motivation (X 3) does not directly affected 
Organizational Citizenship Behavior (Y). These result explains that  work motivation of employee who are given freedom 
to cooperate with other parties, is not used to build OCB but more for personal gain. Gagne and Deci (2005) motivational 
determinants self (self determined motivation) is the greatest encouragement to behave. This motivation may encourage 
individuals to give a great contribution to the organization. Self motivation is a determinant of the innerself of an 
individual, based on his own volition without coercion and encouragement from the outside. The basic psychological 
needs is essential needs which must be fulfilled to generate positive feelings, happiness and comfort of individuals (Ryan 
and Deci, 2002). This need is universal, exists on the entire human beings. The basic psychological needs satisfaction 
consists of a sense of competence, autonomy and connectedness (Ryan and Deci, 2002; Gagne and Deci, 2005; Ya'acob et 
al., 2018). Sense of competence is the sense that the individual is capable to address the challenge. A sense of autonomy is 
the sense that the individual performs its activities based on the willingness, desire itself. Sense of connectedness is the 
sense that individuals are able to blend in with the surrounding social environment. Satisfaction of basic psychological 
needs can be fulfilled with the support of an external environment of individuals such as work environment, leadership, 
organization, work colleagues (Gagne and Deci, 2005). According to Skinner and Edge (2002) feelings of competence 
can be fulfilled by the existing challenges and clear feedback on their contribution to the organization. Sense of 
competence can be deterred by the presence of vagueness, uncertainty between contributions and feedback from 
organizations.  A sense of autonomy can be gained with the support of autonomy in the form of a chance to pull out 
thoughts, ideas, expression, issuing opinions, feedback, and much more in the works. Barriers to fulfil these needs of 
autonomy could be in form of strict controls, pressure, coercion, strict and binding rules. Support for the requirements of 
connectedness can be fulfilled with an environment that is warm, caring, cooperative and mutual help. Instead, the sense 
of connectedness barriers might occur due to an environment which is mutually hostile, not caring, mutually alienated, 
and does not fit between one another. Based on the description above, whenthe working environment cannot provide 
clarity, and more to uncertainty contributions, lack of autonomy, support of the environment is mutually hostile, no matter 
whetherpeople are fit to each other or not,  then this kind of motivation will not be able to shape the behavior of OCB.  
Job Satisfaction (X 4) Influence on Organizational Citizenship Behavior (Y) 
On the results  listed in the table above, it is known that T-statistic value of job satisfaction (X 4) towards Organizational 
Citizenship Behavior (Y) is 2.753. The results of this test indicates that the value of the T-statistic > 1.96 and  the p value 
is 0.006 in which it is< 0.05. It means that job satisfaction (X4) has a direct effect towards Organizational Citizenship 
Behavior (Y). Mohammad et al. (2011)informed that job satisfaction (intrinsic and extrinsic) is a very important variable 
in predicting Organizational Citizenship Behavior which will be able to greatly benefit the university. Intaraprasong et al. 
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(2012) supported that job satisfaction has a strong link to Organizational Citizenship Behavior. When employees are 
satisfied with their work in high level, they would also demonstrate their performance in the organization in very well 
manner. 
 
CONCLUSION 
Organizational climate has a positive effect on OCB. A good organizational climate will provide employee a comfort in 
the work and they will be able to escalate their performance. This behavior is a form of OCB. Employees who feel 
satisfaction will work with a high level of productivity, which also increases the productivity of the company. The 
behavior of  high productivity work indicates OCB in implementation. In this study, transformational leadership does not 
shape  OCB behavior, it is likely there is still a vision or mission of the organization leaders that has not been understood 
by subordinates, thusa misunderstanding occurs. This condition can also takes place because the object of research is a 
higher education that is experiencing a transfer status that might requires some adjustments due to the changes. Work 
motivation also has no effect on OCB, this may happens because the work environment is not clear, contribution is in the 
state of uncertainty, the lack of autonomy support, mutual mismatch between each other, so that motivation is not able to 
perform OCB behavior. 
LIMITATION ANDSCOPE FORFUTURE RESEARCH 
This research was conducted by giving questionnaires to respondents, resulting in somewhat a limited response in relation 
to the answers given by the respondents. Further research should to explore more in depth about the factors of leadership 
that is capable of building transformational OCB or leader characters that will be able to direct a higher education 
institution into OCB. It can be done by comparing the transformational leadership in other university. The next variable is 
the motivation of working, in this research is was also not able to trigger the behavior of OCB, therefore, it has to be re-
examined to find the factors of work motivation in capacityto shape  OCB in the higher education institution. 
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